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The objective of this study is to test whether the constructs of self-construals and 
power distance would be useful in predicting Hong Kong employees' willingness to 
participate and their preferences towards different participation methods. Three main sets 
ofhypotheses are formulated. (1) the strength of independent self-construal is positively 
correlated with willingness to participate across different methods; the independent self 
prefers to participate through direct than indirect method and public than private 
expression (2) the strength of interdependent self-construal is positively associated with 
willingness to participate in group, indirect and private ways. (3) the strength of power 
distance is correlated negatively with willingness to participate across different methods; 
high power distance mediates a perception of lower access level and causes a decrease in 
willingness to participate; individuals with high power distance prefers to participate 
through formal channel to informal channel. Results supported all the hypotheses related 
to the independent self-construal and most hypotheses of power distance. The 
interdependent self-construal was found non-significant in predicting willingness to 





Participation in management generally refers to a process in which influence or 
decision making is shared between superiors and their subordinates (e.g., Lowin, 1968; 
Locke & Schweiger，1979; Mitchell, 1973; Mulder & Wilke，1970; Strauss, 1963; 
Vroom, 1960; Wagner & Gooding, 1987). The practice of participation as a means of 
improving performance in workplace has become a growing interest among behavioral 
scientists for several decades (e.g. Burke, 1986; Kanter, 1979; Locke and Schweiger, 
1979; McClelland, 1975; Neilsen, 1986; Schweiger and Leana, 1986; Wagner, 1994; 
Wagner and Gooding, 1987). Different contingency variables were found to influence the 
effectiveness of participation (Locke & Schweiger，1979), including individual task 
knowledge (Strauss & Rosenstein, 1970; Vroom, 1959), motivation (Vroom & Mann, 
1960; Tsoi, 1970; Carroll & Tsoi, 1973; Ivancevich, 1976)，group characteristics (Wood, 
1973; Mansbridge, 1973; Sashkin, 1976) and leader characteristics (Maslow, 1970; 
Scheflen, Lawler & Hackman, 1971; Vroom & Yetton，1973). Comprehensive reviews of 
the participation literature include the work ofDachler and Wilpert (1978)，Locke and 
Schweiger (1979), Sashkin (1976), and Schweiger and Leana (1986), summarized 
empirical studies ofparticipation and employee outcomes, most notably worker 
sataisfaction and productivity. 
Although each of these reviews, was comprehensive and covered similar 
literature, the conclusions reached by the authors were not identical. For example, Locke 
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and Schweiger (1979) concluded from their review that there was little indication o fa 
differences in productivity (productive efficiency) for workers of participative as 
compared to more directive leaders (also see Bass, 1990). Although participation seemed 
to be correlated with worker satisfaction, 40% of the studies reviewed found little support 
for the hypothesis that participation is superior to directive methods (Locke & Schweiger， 
1979). hi contrast, Spector,s (1986) review found that high levels of participation were 
correlated with high levels of various employee outcomes which includejob satisfaction, 
commitment, involvement, performance, motivation, physical symptoms, emotional 
distress, role conflict，role ambiguity, intention to quit, and turnover. Meanwhile, Miller 
and Monge (1986), based on 41 samples, determined the mean correlation between 
participation and satisfaction to be .34. For a subset of 25 studies, however, they found 
the average correlation between participation and productivity to be .15 (Miller & Monge， 
1986). 
Cotton et al. (1988) took a different approach, they concluded that participation 
takes several distinct forms and that effects of participation on satisfaction and 
performance vary according to form. They state: "For example, informal participation and 
employee ownership are effective in terms ofboth productivity and satisfaction, whereas 
short-term participation is ineffective on both criteria" (Cotton et al.，1988, p.l6). Thus, 
in contrast to Locke and Schweiger (1979)，Miller and Monge (1986), and Spector (1986) 
who seem to treat participation as a unitary concept. Cotton et al. (1988) view 
participation as a multidimensional or multiform concept. 
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Ln a critique of the work of Cotton et al. (1988)，Leana, Locke, and Schweiger 
(1990) found problems with the classifications, inclusion/ exclusion, and interpretation of 
the participation studies in the Cotton et al. (1988) meta-analysis. Leana et al. (1990) 
discovered little support for the Cotton et al. (1988) conclusion that different forms of 
participation were associated with different outcomes. Li their responses, Cotton et al. 
(1990) pointed out misunderstandings, disagreements, and the like, but stood by their 
original conclusion that the form of participation influences the effectiveness of 
participation. 
Despite the importance of employee support for the success of participation, there 
has been limited research concerned with the individuaFs preference to different 
participation methods. However, for the potential effectiveness of participation to be fully 
realized, it is argued that the participation programs must be well received, accepted, and 
supported by employees. As Miller and Pritchard (1992) have written: 
“To be successful, problem solving programs must be continuously infused with the 
knowledge, skills, andjudgements of interested and committed employees. Moreover, 
most programs must be accepted by a majority of all employees, whether or not they are 
involved. Li short, to reach their potential, such programs must attract sufficient 
participation to be a vital force in orgainzational life, (p.415) 
A number of studies have identified the differences between individuals who 
volunteered to participate and those who do not. Relative to those who do not want to 
participate, various studies have found that participation program volunteers have greater 
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seniority (Barrick & Alexander, 1987; Norris & Cox, 1987)，more education CNorris & 
Cox, 1987), more ambition (Miller & Pritchard，1992)，better performance (Barrick & 
Alexander, 1987)，higher self-esteem (Brockner & Hess，1986)，a greater desire to 
participate in decision making (Buch, 1991; Liverpool, 1990)，and are younger (Miller & 
Pritchard, 1992). 
Although this line of research has shed light on understanding the relationship 
between individual differences and decision to participate, there is lack ofresearch 
studying individuals' preference towards different forms of participation program. The 
main objective ofthe present study is to explore the Hong Kong employees' preferences 
towards different forms of participation. According to Dachler and Wilpert's (1978) 
participation can vary in the degree of formality (formal vs informal), directness (direct vs 
indirect /representatives), types of decisions (content ofparticipation issues), level of 
access (amount of influence one can exert when making a decision), and social range 
(individual vs group participation). The hypotheses of the present study will be 
formulated according to the above five dimensions and one additional dimension of 
public-private expression. 
On the other hand, it should be noted that most of the studies were conducted by 
Westem researchers who had used samples from developed countries like US and West 
European countries. It is questionable whether the results found can be generalized to 
countries with different cultural values. Therefore, the present study is set to understand 
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individuals' preferences towards different forms of participation program from a cultural 
perspective. 
Individualistic Bias of Current Research on Participation 
To improve the applications of psychology to organizational behaviour across 
cultures, we must first distinguish what is universal from what is culture-specific. It 
seems that while some methods ofmanagement are universal (e.g. use ofgoal-setting to 
improve performance), some strategies may be culture-specific that need to be examined 
in separate studies. Participative management, the focus of the present study, is 
speculated to be one of the kinds of culture-specific techniques worth more exploration. 
Most of the studies on industrial and organizational behaviour were carried out in 
North America and North-westem Europe (Triandis, 1994, Hogan & Emlere，1978; Smith 
& Bond, 1997) ； more than 90 percent ofthe studies in industrial and organizational 
psychology have used data form these regions of the world. Yet, such samples represent 
no greater than 15% of the world's population (Triandis, 1994). Moreover, North 
America and North-westem Europe are parts of the world that highly values 
individualism. Lidividualism is a characteristic value structure of the European and North 
American traditions. It is a philosophy that assumes that individuals have the right to do 
their own thing", regardless of the needs or goals of family members, co-workers, fellow 
citizens，and other collectives, provided that what individuals do does not hurt others. As 
a result, most contemporary psychological theories reflects individualistic values and 
points of view, and thus underestimate the importance of groups, cultures, and other 
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human-made entities outside of the individual (Triandis, 1994). Furthermore, such 
underestimation ofgroup membership in turas affects the research strategies. Ilgen (1985) 
pointed out that many organizational psychologists relegate the variance due to group 
membership to the error term. Performance appraisal systems, for example, assume that 
most of the variance in role performance can be attributed to individuals; no 
consideration is given to situation and group membership sources ofvariance. The 
overutilization of individual goals and individual rewards is another example reflecting 
the underlying emphasis of individualistic values. 
Such an overestimation of individuals may not be a crucial distortion when 
individualistic cultures are considered, but it definitely will become an important 
distortion when behaviour is being considered in collectivist cultures. The Japanese, for 
example, treat the corporation as if it were a family thatjobs are assigned to groups, not 
individuals; in-group harmony is valued most; emphasis is placed on virtuous action that 
benefits the group rather than on individual attitudes or opinions; and saving the other 
person's face is an important value (Erez, 1997). Therefore, the applications of the 
highly individualistic management systems across cultures are certainly problematic, 
given the existing differences between cultures in attitudes and work behaviors. As Ilgen 
(1985) has concluded that while organizational psychology is attempting to improve the 
operations of organizations, individualistic biases reduce the effectiveness of such efforts. 
Li the present study, participation is examined in relation to the two major 
dimensions of cultural differences: self-construal and power distance. Why are these two 
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cultural dimensions important constructs to our understanding ofthe effectiveness of 
participation? First, while most psychology reflects individualistic values and points of 
view, the majonty ofpeople in the world (at least 70%) are socialised in collectivist 
cultures (Triandis, 1996). Thus, the contrast between individualism and collectivism is 
fundamental and must be understood if psychology, not only participation in particular, 
is to be applied universally. Second, since participation is defined a process ofsharing 
power among hierarchically unequal individuals within an organization", it concerns an 
individual's power and control relative to others, as well as the sharing and transmittal of 
power and control from one individual cognitions and perceptions that constitute feelings 
ofbehavioral and psychological investment in work (Rudolph & Peluchette，1993). Its 
nature is thus directly related to the construct of power distance. How participation is 
related to the cultural values will be discussed in greater details in the following 
paragraphs. 
CULTURE AND THE SELF 
Individualism-collectivism 
Collectivists use groups as the unit of analysis of social relationships and 
individualists use individuals. Li collectivist cultures, the self is defined in in-group terms 
(e.g., I am a student ofThe Chinese University, an employee ofHong Kong Bank) rather 
than as an independent entity, detached form groups. The goals of in-groups take 
precedence over individual goals in collectivist cultures. Collectivist cultures are 
characterized by attitudes that favor interdependence, norms that favor embeddedness in 
the in-group, and values that favor security, obedience, duty, in-group harmony, in-group 
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hierarchy, and personalised relationships. Mividualistic cultures are characterized by 
attitudes that favor independence, norms that favor independence form in-groups, and 
values that favor pleasure, achievement, competition, freedom, autonomy, exchange, and 
faimess. Collectivists have few ingroups, but are strongly linked to them; individualists 
have many ingroups and pick and choose them according to what maximizes their 
pleasure. 
A study by Meindl, Hunt and Lee (1989) can illustrate the relevance of the 
individualism-collectivism continuum for understanding differences in work values. They 
obtained the work values of young executives from the PRC, Korea，Taiwan, HK, and the 
United States. China was found to be the most collectivist culture and the United States 
the most individualistic. Collectivism was characterized by lower values on achievement, 
society, co-workers, esteem, feedback, independence, growth, and ability, as well as 
higher values on benefits, security, pay, recognition, and working conditions. Redding 
(1976) also concluded that Chinese workers in the People Republic had frequently 
displayed work values different from those ofWestem workers because ofpolitical and 
economic differences. Another study by Black and Porter (1991) found that dimensions 
of managerial behaviour (reconciliation, persuasiveness, initiation of structure, role 
assumption, consideration, predictive accuracy, and superior orientation) which correlated 
with the receipt of positive appraisals in the USA did not do so when US managers 
working in Hong Kong were appraised，nor did they find this emphasis with Chinese 
managers working in Hong Kong. Obviously, different cultures may have employees 
holding different work values, which may eventually lead to different work behaviors. 
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Culture and Self-construal 
Researchers have described individualism-collectivism as perhaps the most 
important dimension of cultural differences in behavior across the cultures of the world 
(Hui & Triandis，1986; Triandis, 1990). The notions of individualism-collectivism have 
been used to explain a variety of differences in individuals (e.g. Hofstede, 1991; Triandis, 
1990). However, a solid theory needs to be supported by individual- as well as cultural-
level analyses (Leung, 1989). Recent researchers have shown that a reliance on only 
cultural individualism-collectivism to explain individual-level behavior is limited and can 
lead to erroneous predictions (Gudykunst et aL, 1996; Kashima, 1989; Kim et al.，1996; 
Singelis & Brown，1995). First, Kashima (1989) argues that it is impossible to test causal 
explanations ofbehaviorbased on cultural-level explanation. Second, Kashima notes that 
specific samples do not correspond with cultural-level scores of individualism and 
collectivism. Given the similar cultural background, for instance, the work values held by 
employees may still vary greatly. For example, Shenkar and Ronen (1987) revealed that 
when comparing the relative importance of the various work goals among employees in 
the People's Republic and in other predominantly Chinese countries (Hong Kong, 
Taiwan，Singapore), PRC managers displayed some unique aspects as they significantly 
valued more on having autonomy, coworkers who corporate, but valued less on 
promotion. The researchers attributed such differences in work values to Chairman Mao's 
emphasis on having autonomous performance and co-operation among co-workers among 
cadres in the People's Republic, and his fierce opposition to hierarchy during his regime. 
Under the influence of such ideologies, promotion became a negligible goal to employees 
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in the People's Republic, because it could hardly result in more authority, autonomy as 
well as bringing about slight financial rewards. 
Gudykunst and his colleagues (1996) explain that cultural individualism-
collectivism has a direct influence on behavior because culture socializes individuals in 
terms ofindividualistic and collectivistic tendencies. However, they explain that the 
individualistic and collectivistic tendencies also influence individual-level factors and 
that these factors mediate the influence of cultural individualism-collectivism on 
communication behavior. For example, recent studies have found that self-construal 
mediates the influence ofcultural individualism-collectivism on communication behavior 
such as communication styles (Gudykunst et al., 1996) and conversational constraints 
(Kim et al.，1996). As Singelis and Brown (1995) note "the popular use of individualism-
collectivism requires an explanation of the mechanisms and intermediate steps through 
which the various processes inherent in this broad-based construct shape individual 
behavior" (p.355); that is, the relationship between individualism-collectivism is 
mediated by individual-level variables. Thus what is needed is to identify the mediating, 
explanatory variables. 
One such variable is self-image or the distinction between independent and 
interdependent self-construal (Markus & Kitayama，1991). Singelis and Brown (1995) 
argue that self-constural is an ideal choice to explain culture's influence on behavior 
because self-construal is linked to cultural norms and values and because self-image has a 
central role in communication (see also Gudykunst et at, 1996). Recent research provides 
13 
Employee Participation 
empirical evidence that there are two orthogonal dimensions of self that exist within 
each individual regardless ofher or his cultural identity (Gudykunst et al.，1996; Singelis, 
1994). The independent and interdependent self-consturals refer to the degree to which 
people conceive of themselves as separated from or connected to others (Kim & Sharkey, 
1995). 
One may consider independent and interdependent self-construals as features of 
broader conceptualizations of individualism and collectivism when these terms are 
applied to individuals. When individualism and collectivism refer to cultures, 
independence and interdependence are best thought of as individual-level psychological 
tendencies that are encouraged and developed to varying degrees by the socialization 
practices, institutions, and history of a particular social system (Markus & Kitayama, 
1994; Triandis, 1989). Although Markus and Kitayama(1991)did not make this 
connection explicitly, the conclusion is strengthened by the fact that the countries, which 
are often characterized as individualist or colleclivist, are those associated with 
independent or interdependent self-construals, respectively. Namely, individualism and 
independence are associated with many northern and westem regions of Europe, America, 
and Australia. Cultures in Asia, Africa，South America, and the Pacific Island region have 
been associated with collectivism as well as interdependence (Markus & Kitayama, 1991; 
Triandis et al., l9SS). Singelis and Brown (1995) also found the more collectivistic an 
individual's culture was, the stronger his or her interdependent self-construals and the 
weaker his or her independent self-construals. The more detailed descriptions of 
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independent and interdependent self-construals that follow should make clear the 
theoretic connections between them and individualism and collectivism. 
Independent self-construal 
The independent construal of self involves the view that an individual is a unique 
entity with a unique repertoire of feelings, thoughts, and so on. Geertz (1975) points out 
that this person is "a bounded, unique, more or less integrated motivational and cognitive 
universe, a dynamic center of awareness, emotion, judgement, and action orgainzed into a 
distinctive whole and set contrastively both against other such wholes and against a social 
and natural background" (p.48). Lidividuals with a high independent self-construal view 
themselves as distinct and unique from others and the context (Markus & Kitayama， 
1991). They use their own abilities, characteristics, and ideas as a referent rather than the 
thoughts or feelings of others (Singelis，1994). People who view themselves as 
independent value individualism, achievement, self-direction, competition, and 
hedonism. When communicating with others, high independents believe in "saying what 
you mean," striving for goals, and expressing themselves (Markus & Kitayama，1991). 
Gudykunst et al. (1996) argues that the independent self-construal predominates in 
individualistic cultures. 
Interdependent self construal 
The interdependent construal of self involves an emphasis on feeling connected to 
those around (Markus & Kitayama, 1991). Markus and Kitayama (1991) note that 
individuals with an independent self-construal “are motivated to find a way to fit in with 
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relevant others, to fulfill and create obligation, and in general to become part of various 
interpersonal relationships" (p.227). People who have an interdependent self-construal 
want to fit in with others, act appropriately, promote others' goals, and value conformity 
and cooperation (Markus & Kitayama，1991). The self in relation to others guides the 
behavior ofhigh interdependents in social situations (Singelis & Brown，1995). Because 
of feeling intertwined with others, they attempt to meet the needs and goals of others to 
satisfy others' needs (Kim & Sharkey，1995). Gudykunst et al. (1996) argued that the 
interdependent self-construal predominates in collectivistic cultures. It must be noted that 
at the individual level, people have independent and interdependent self-images of 
varying strength but that cultures emphasize the development of one or the other of these 
dimensions (Singelis, 1994). 
Independent Self-construal and Willingness to Participation 
The important tasks for people emphasizing an independent self-construal are to 
be unique, strive for their own goals, express themselves, and be direct (Markus & 
Kjtayama, 1991). Clearly, these concerns of self-expression and personal-achievement are 
consistent with the nature ofemployee participation programs and thus contribute to a 
higher willingness to participate in employee involvement programs. 
Furthermore, individual with high independence whose behavior is "organized 
and made meaningful primarily by reference to one's own internal repertoire of thoughts, 
feelings, and actions, rather than by reference to the thoughts, feelings, and actions of 
others" (p.226). This focus on self as a bounded, intemally defined unit separate from 
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Others should make the independent selfless susceptible to impact ofothers' evaluations 
and thus contribute to a consistent behavioral pattem across situations with or without 
other people's presence. Therefore, the ways the partipation is implemented (i.e. at group 
or individual level; public or private expression) should not affect the willingness to 
participate for individuals whose independent self is emphasized. The hypothesis posited 
that: 
H1: The strength of an individual's independent self-construal is positively correlated 
with his or her willingness to participate across different contents and methods. 
Interdependent Self-construal and Willingness to Participation 
Group participative management should be welcomed in collectivist cultures 
because it fits in well with collectivist values. Collectivist cultures emphasize teamwork, 
group harmony, and consensus. People from collectivist cultures define oneself in terms 
of group identity; personal well-being is defined in terms of group welfare; personal 
competence is defined in terms of group competence, and people feel good about 
i 
themselves by contributing to the group and receiving the recognition of others (Erez, 
1992). 
Moreover，commitment to group goals and decisions is affected by group 
cohesion. Therefore one might expect a higher level of commitment to group goals in a 
collectivist and group-oriented culture, where priority is given to those goals and where 
there is a great concem for the continuity and prosperity of the group (Triandis et al, 
1988). And since collectivist values contribution to group cohesion, which in tum 
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increases commitment to group goals, the effectiveness of participation on performance 
should be improved. There are studies reported that group commitment mediates the 
effect ofparticipation on performance (Erez, Earley, & Hulin, 1985; Latham, Erez, & 
Locke, 1988). 
Erez and Earley (1987) argued that cultural differences in values may explain 
partly why participation in goal setting has had a significant effect on performance in 
some but not all studies. They conducted a comparative research between Israel and the 
United States demonstrated that Israelis' performance was significantly lower when goals 
were assigned than when they participated in setting the goals. Li addition, their 
performance was lower than the Americans' in the assigned goal-setting condition, but 
the two groups showed no differences when goals were participatively set. They 
attributed these findings to the moderating effect of culture. The more collectivist Israelis 
reacted more adversely to assigned goals than did the more individualist Americans. Lack 
of participation led to a lower level of commitment among the Israelis than among the 
Americans, and consequently to a lower level of performance. 
It seems that the high level of collectivism fits in well with group participation. 
The practice ofparticipative management in Japan is another example to illustrate this 
point. Li Japan, employee participation takes the forms of small-group activities, quality 
circles, suggestion systems, and the ringi-sei system, which is a bottom-up decision-
making process. The "ringi" planning-decision system involves a document that includes 
a problem statement and solution, a proposal, or a new organizational concept and may be 
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drafted and submitted by any individual in the organization. Participative management in 
Japan fits in with that culture's collectivist values emphasizing teamwork, group 
haraiony, and consensus. There are several concepts influencing the Japanese business 
practice, which are mediated by their collective orientation. One is "mae", that is the 
tendency to seek affection by being enveloped in the warmth of the group and receiving 
its approval. The second one is "Whitman", which is an attitude causing Japanese people 
to be very concerned whether they are similar to the group. The last one is "Aki" which is 
an uncomfortable feeling that occurs if a Japanese person senses being different from 
others (Crump, 1988). 
Consistent with the values ofcollectivism，the interdependent construal of self 
involves an emphasis on feeling connected to those around you (Markus & Kitayama， 
1991). The conceptual elements of the interdependent self-construal are (a) contextual 
features such as roles, status, and relationships; (b) belonging and fitting in; and (c) 
occupying one's proper place and engaging in appropriate interaction; and (d) being 
indirect in communication and "reading others minds" (Markus & Kitayama，1991; 
Singelis, 1994). Therefore, the thoughts, feelings, and behaviors of individuals with an 
interdependent self-construal are largely a function ofhis or her relationships with others 
and group membership. Given the relationship between collectivism and group 
participation, and the theoretical link between collectivism and interdependent self-




H2: The more interdependent individuals' self-construals, the more they prefer 
participating at group level to individual level. 
Power Distance 
The nature of participation, however, is theoretically contradictory to the value of 
high power distance. Power distance (PD) is one of the key cultural dimensions 
identified by Hofstede (1980). It is defined as the degree of unequal power or influence 
existing between individuals who are hierarchically unequal. Li organizations PD would 
be represented by the superior-subordinate relationship. The construct of work-related PD 
refers to how much hierarchical inequality people will accept and indeed regard as proper. 
According to Hofstede (1980), the level ofPD prevalent in a given society strongly 
influences the preference of the power relationships between managers and subordinates 
in two specific ways. First, subordinates from cultures with high PD tend to behave more 
submissively in the presence o fa superior, compared to those from countries with low 
PD. Second, individuals from high PD countries prefer a more autocratic or paternalistic 
^ 
supervisor than individuals from countries having lower PD. 
Based on a world-wide survey of values and a thorough analysis of the literature, 
Hofstede (1980; 1983) concluded that Asian countries such as Hong Kong, South Korea, 
Lidia, and Japan generally show a larger power distance than the U.S., Australia, and 
European countries. Asians are more likely to manifest inequality in a society. Asian 
subordinates are therefore expected to be more submissive towards the supervisors and 
tend to prefer more directive supervisory management to participative leadership. 
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Power Distance and Willingness to Participate 
Understanding participation in a Chinese setting is particularly valuable. Since it 
was found that autocratic leadership rather than participative leadership is more prevalent 
and more preferred by Chinese employees. Xia (1987 cited in Smith & Wang，1996) 
surveyed managers in four major Chinese cities and found that Chinese managers 
reported less use of participative methods than had been found in early studies in Europe 
and North America. Wang (1989) studied the decision-making pattems among 339 
Chinese managers. Results showed that managers at higher levels believed that particular 
decisions require higher levels of managerial skill than did their subordinates. The higher-
level managers also estimated that it took longer for subordinates to leam these skills than 
themselves. Moreover, lower-level managers perceived the decision-making styles of 
higher-level management as less participative than was reported by the higher-level 
managers with whom they worked. Besides, Silin (1976, cited in Redding & Wong，1986) 
denoted the concern of the Chinese leader with the retention of power, and that the leader 
tends to be clearly and unequivocally predominant and tends to prevent executives from 
making highly visible personal contributions which might suggest that they possess 
leadership quality". Redding and Casey (1976，cited in Redding & Wong，1986) found 
that when compared with the beliefs about management behaviour found in the West 
counterparts, the Chinese leadership style clearly indicated a distinctly more autocratic 
approach, especially in the contexts of sharing information with subordinates and 
allowing them to participate in decision making. 
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]n tum, subordinates under autocratic supervisors may be more likely to behave 
submissively and perceive participation management negatively. They may hesitate to 
participate in decision making since work participation is considered to be threatening 
towards the hierarchical structure of power in the organization and their positions as well. 
Therefore, subordinates are more likely to be conforming and respectful, ifnot 
submissive, to those with higher status. Therefore, employees with high power distance 
may not prefer to involve in participation in order to avoid causing any conflict with their 
supervisors. The hypothesis posited that: 
H3: The power distance is correlated negatively with willingness to participate across 
different participation methods. 
Moreover, people in high power distance societies tend to adhere more rigidly to 
organizational hierarchy and to centralized decision making than do people in low power 
distance societies (Hofstede, 1980; Wong, 1985). Therefore, it is argued that if an 
individual scores high on the power distance, he or she will be more likely to perceive a 
lower access level to decision making (ie. amount of influence that one can exert when 
making a decision in the organization). Li tum, a perception of low level of access may 
further decrease their interests in participation and vice versa. Thus, it is proposed that: 
H4: Perception of access level will mediate the influence of power distance on 
willingness to participate. 
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Preferences towards Different Methods ofIdeas Expression in Participation 
Program 
Participation in decision making inevitably involve the process of employees 
expressing their own ideas to their superiors, the present study is set to explore whether 
the constructs of self-construals and power distance can predict the individuals' 
preferences towards different methods of ideas expression. . The five dimensions of 
participation under studied are adopted from the model of participation ofDachler and 
Wilpert (1978). They suggested five dimensions to describe participation program, which 
include formal-informal (ie. written versus oral participation); direct-indirect (ie. 
immediate personal involvement versus employee representation); private-public (ie. 
employee's participation is known by the superior only versus employee's participation is 
known to other parties); and the social range ofthe involvement (i.e. individual level 
versus group level); content of participation issues and level ofaccess (i.e. amount of 
influence to decision making). 
I. Self-construals 
The value orientation of collectivism emphasizes the importance of group 
harmony. Thus, it is expected that people from these cultures will tend to adopt an 
implicit style of communication so as to accomplish group harmony. Lnplicit language 
carefully imbues messages with a positive tone in order to decrease the chances of 
unpleasant encounters, direct confrontations, and disagreements. Research suggests, for 
instance, that Chinese, Japanese, Koreans, and Lidonesians make frequent use of 
qualifiers and ambiguous words such as "maybe," "perhaps," and "somewhat" in order to 
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avoid confrontation (Alder, Brahma, & Graham，1992; Okapi, 1983; Van Bandit, 1970; 
Nakane, 1970). Similarly, members of these cultures tend to avoid negative responses 
when communicating with members of their own work-group, in order to preserve a 
sense ofgroup harmony (Sutiyono, 1994; Bayerl, 1994; Alder, Brahma, & Graham, 1992; 
Park, 1979). 
In contrast, the value orientation of individualism fosters the norms ofhonesty and 
openness. People from individualistic cultures speak their minds freely through direct, 
precise, straightforward language behaviors. Lndeed, research suggests that Canadian and 
American communicators tend to use words such as "absolutely," "certainly," and 
"positively" more often than do the Japanese in constructing messages (Alder, Brahma, & 
Graham, 1992; Okapi, 1983). 
Consistently, Gudykunst (1997) pointed out that the important concerns for people 
emphasizing an interdependent self-construal in communication are to be indirect and 
read other people's minds. However, for people emphasizing an independent self-
construal, their main concerns in communication are to be direct and express themselves. 
Research found that the interdependent self-construal has been linked to such behavior as 
other-oriented conversational constraints (Kim et al., 1996), relational outcomes (Oetzel 
& Bolton-Oetzel, 1997), and high-context communication styles (Gudykunst et al., 1996). 
The independent self-construal has been linked to such behavior as outcome-oriented 
conversational constraints (Kim et al., 1996), task outcomes in groups (Oetzel & Bolton-
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Oetzel, 1997), and low-context communication style (Gudykunst et al., 1996). The 
hypotheses is posited that: 
H5: The more interdependent individuals' self-construals, the more they prefer expressing 
ideas indirectly than directly. 
H6: The more independent individuals' self-construals, the more they prefer expressing 
ideas directly than indirectly. 
Apart from direct versus indirect expression, expressing ideas to superiors can 
also be occurred privately or publicly. The relationship between self-constmal and 
expressing ideas publicly or privately is also under examination in the present study. 
Since connecting with others and fitting in is a primary source of self-esteem, the 
situation and others present become "actively and continuously" integrated into the 
interdependent self (Markus & Kitayama, 1991; Singelis, 1994). Clearly, this concem for 
others and one's relations with them will make the interdependent self particularly 
sensitive to others' evaluation. Consequently, they are expected to be more likely to avoid 
express their own ideas in public situations. 
Moreover, in a collective culture with a strong emphasise on face, interactions 
which takes place in public often imply greater risk than those occuring in private because 
it increases the chance ofhurting others' face in public (Chang & Holt，1994). Hong 
Kong is a collective culture where face is highly concerned. Redding and Ng (1982) 
found that Hong Kong Chinese businessmen claim face is a consistently important 
consideration in their professional interactions, and that fear of losing face formed the 
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basis for the informal system of contracts and agreements that is common in Chinese 
business. However, the importance of face has different meaning to individualist and 
collectivist cultures. Ting-Toomey (1994) suggested that individualists are most 
concerned with saving their own face (self-face concern); whereas collectivists are 
concerned with saving the face of ingroup members (other-face concern). Therefore, it is 
reasonable to expected the independent self is more concerned with self-face maintenance 
while the interdependent self is more conemed with other-face maintenance. Li 
participation program, individuals emphasized with interdependent self may tend to resist 
expressing ideas to their superiors in public so as to avoid hurting their superiors' face by 
expressing possibly conflicting opinions or visibly brighter ideas. However, other-face 
maintenance is not the main concem of the independent self, thus, expressing ideas 
publicly should not be a hurdle for the independent self. Rather, expressing oneself in 
public is more consistent with the independent selfs concem for self-face maintenance. 
Hence, it is expected that: 
H7: The more interdependent individuals' self-construals, the more they prefer expressing 
their opinion to their supervisors privately to publicly. 
H8: The more independent individuals' self-construals, the more they prefer expressing 
their opinion to their supervisors publicly to privately. 
II. Power Distance 
According to Hofstede (1980), in countries with higher level of power distance, 
the differences between superiors aad subordinates is emphasized. Such highly 
formalized sense of authority makes the communication between the superiors and 
subordinates highly adhere to the structured formal channels. Research suggests that 
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communicators in high power distance cultures such as Monesia, China, Japan, South 
America, M i a , and Pakistan (Hofstede, 1980), will be more likely to use the formal 
channels of communication rather than the informal channels of communication within 
organizations fNegandhi & Prasad, 1971; Graves, 1972). ln contrast to members ofhigh 
power distance cultures, members of societies in the United States, Canada, Great Britain, 
Germany, and Australia tend to view unequal power distributions as unacceptable 
(Hofstede, 1980). Communicators in these low power distance cultures are found to 
depend more often on informal channels of communication than on formal channels of 
communication. Li Australia, for example, informal channels carry the most critical and 
valued information, and formal channels are less well developed (Limmerick, 1990). 
According to Gibson (1997)，formal communication channels are authorized, 
planned and regulated by the organization and are directly connected to its official 
structure. Formal communication channels create expectations among group members 
about who is responsible for making sure that they receive appropriate messages relating 
to their work from the levels above and below them and from adjacent units. Conversely, 
informal communication channels are routes that are not prespecified but that develop 
through the typical and customary interpersonal activities of people at work. Lnformal 
channels can come into existence and then rapidly change or disappear depending on the 
circumstances. They tend to operate laterally (among members with relatively equal 
status) rather than vertically precisely because they consist of routes not designated by the 
organization and its top officials. 
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It should be noted, however, that though the majority of decisions and most 
information will be passed on through the formal hierarchy in high power distance 
cultures, this is not to say that informal channels will never be used. Erez (1992) found 
that most Japanese organizations, despite the fact ofhaving a complex formal 
communication system, it is complemented by horizontal communication among peers. 
Japanese employees who work together tend to meet socially after work because these 
informal meetings contribute to a smooth flow of information, shared meaning, and 
mutual support in decision making at work. Thus, for participation to be successfully 
implemented in high power distance cultures, formal channels of communication must be 
developed for vertical communication whereas informal channels should be encouraged 
for horizontal communication. It is therefore expected that individuals with high power 
distance will prefer to express their ideas to superiors through formal channels to 
informal channels. Li the present study, formal channel and informal channel are 
represented by written and oral expression respectively. Thus, the following hypothesis is 
stated that: 
H9: Lidividuals who score high on power distance will prefer to express their ideas to 





A total of247 questionnaires were collected from the Hong Kong Chinese 
employees of different industries and different organisations. Among the 247 
questionnaires, 32 questionnaires were dropped out from the study due to incomplete 
responses. Of the 215 remaining participants 90 were females (41.9%) and 125 were 
males (58.1%). Participants ranged in age from 18 to 55 years; 161 (74.9%) were in non-
management, 53 (24.7%) were in middle management, 1 (0.5%) were in senior 
management. Among the 215 participants, 213 participants achieved the minimum 
educational level ofsecondary school. 
Material 
A 4-page questionnaire consisted o f4 sections was constructed (see Appendix 1). 
Section 1 toi this section, employee's desired methods of participation will be 
measured in terms of their willingness to participate in the decision making process. Two 
decision tasks varying in the content ofthe participation issues (ie. goal-setting for the 
department and strategic planning for the company) were designed to measure if 
willingness to participate varies with different content. For each decision task, 
respondents will be asked to indicate along 5-point Likert scales how willing they were to 
participate in its decision making process under sixteen different participation methods (1 
=strongly unwilling and 5 = strongly willing) respectively. The sixteen methods were 
combinations of 2 x 2 x 2 x 2 dimensions. The dimensions include formal-informal (ie. 
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written versus oral participation); direct-indirect (ie. immediate personal involvement 
versus employee representation); private-public (ie. employee's participation is known by 
the superior only versus employee's participation is known to other parties); and the 
social range of the involvement (i.e. individual level versus group level). The last 
question of each section is an question asking individual to access their current level of 
influence in the corresponding decision task along a 5 point Likert scale with 5 = very 
strong influence, 1= very weak influence. 
Section 2 Li this section, 10 items of superior-subordinate interactions were devised 
on the basis ofHofstede's construct of power distance to measure individual's level of 
power distance. For examples, the items include "I feel anxious and nervous whenever I 
need to approach my superiors for help" ； “I prefer to treat my superiors as if they were 
my equals"; and "I feel uneasy to question the decision of my superiors". Subjects were 
asked to indicate along 5 points Likert scale how much they agree with each item (5 二 
strongly agree, 1= strongly disagree). 
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Section 3 This section was constructed by using a 29-item instrument measuring 
self-construal (Gudykunst et aL, 1996). The self-construal scale has been shown to be 
reliable and have discriminant validity. Li a recent study of individuals across four 
cultures, Gudykunst et al. (1996) found that the items ofthe scales had Cronbach's alphas 
ranging from .73 to ,85. Further, the independent items were positively correlated with 
individualistic values and the interdependent items were positively correlated with 
collectivistic values (Gudykunst et al., 1996). The items were measured on a 5-point 
Likert-type scale (5 = strongly agree, l= strongly disagree). 
Section 4 Li this section, respondents were asked to fill out demographic items. 





Factor Analyses and Reliabilities 
Factor analyses were carried out on the 29 items of self-construal, the 10 items of 
power distance respectively by the method of unweighted least squares with direct 
oblimin rotation. 
Self-construals 
Factor analysis was carried out on Gudykunst et al. (1996) 29-item scale. Number 
of factors with eigenvalues larger than 1 was 9 but scree plot suggested that 3 factors 
might already be enough. After examining one-factor to three-factor solution, two-factor 
solution was used as it gave the most interpretable structure. The first factor was 
interdependence and the second was independence. The correlation between the two 
factors was 0.150. Total variance accounted for by the two factors together was 24.52%. 
Items with value less than .30 were dropped for future analysis (see Table 1 for the factor 
loadings of the items). 
Gudykunst et al. (1996) and other past research consistently found that the self-
construal scale was two-dimentional. Li the present study, confirmatory factor analysis on 
1 and 2 factors model were run for the self-construal scale with the items with scale score 
below.3 were removed (items 1，14, 15，16，18, 25，27，29). For the one factor model, j^ = 
472.141, d f= 189，x^ /df= 2.50, RMSEA = .085，GFI = 0.80, AGFI 二 0.76; for the two 
factors model, y^ = 276.835, d f= 188, %^/df= 1.47 , RMSEA = .048，GFI 二 0.90, AGFI 二 
0.85. Comparing the two solutions, it was obvious that one factor model did not fit the 
data. Two factors solution showed substantial improvement and gave a reasonable fit 
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Table 1: Factor Analysis ofthe Self-construals Items 




3 )我假人 ^ ^ @是转常重要的》 ‘ . 
4 )在妄作 &重要 ^ ^ ^， § #與其 ( & ^商議。 . .611 
5) _與同摹商量—!§異工丨恃騎的辜情。 ⑶ 
6)我寧願依肩自己世不-6^賴他人。 
4.1« 
7)哀會爲了我小运的利益而镜往爱自己的利益。 . .507 
8 ) 郎 使 困 ^ ^ ’妄坦會留在哀的小趙。 .553 
9 )雜重妄小赖作的法定 - … .493 
10)如果小経需賽妄’即使我在當宇感到不衞伎： 
. 飾 會 留 翅 小 経 ^ ^ 
丄1)键保持我的小基^11。 .623 
12) _重妄小^：7^多數人的法定。 -558 
13)若杲小适需耍我，就算妄不攝意泡們， .417 
我包會留碰小里。 
1 0衰 ^ " " ^ 1—的租 ^ ^ ^ ^不周的人》 _ . * 
_ 15)如杲妄的價願餘的小适債薩有衝突， * -
舞 ^ ^ ^ 自 己 的 價 觀 。 
1 6 ) 我 t f ^ 會 ¾ @ ¾ £ p 習 浴 。 —— * . 、 
1 7 )觀試不游 * ( 6 ^ ? 、 .354 
18) m m m 自己^??«負責任 : ——: — . . 
19)因爲妄勞{&^假別情^£1^^別考®， .304 
所 以 錯 該 率 虹 作 。 、、 
20)在餘&(^情前’與別人窗量&^他們的 348 
意 錢 縦 的 。 
Note: Extraction Method: Unweighted Least Squares 
Rotation Method: Oblimin with Kaiser Normalization 
Items with asterisk (*) were having values less than ,30. 
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(Criteria ofgood fit: j^ /df < 2; GFI > 0.90; RMSEA < .08). Cronbach's alpha 
reliabilities for independence was .67, interdependence was .79. 
Power Distance 
The 10 items Power distance scale was factor analysed. Results showed that 4 
factors with eigenvalue larger than 1. Yet, scree plot suggested that 2 factors were already 
enough. After examination of 1 and 2 factor solutions, 1 factor solution seemed more 
interpretable (bipolar power distance). Total variance accounted for by this bipolar factor 
was 15.43%. Items with value less than .30 were dropped for fliture analysis (see Table 2 
for the factor loadings of the items). 
Confirmatory factor analysis on one factor model were run. For the one factor 
model, x^ = 17.695, d f= 14，p=.22103, { /df= 1.2639，RMSEA 二 .036, GFI 二 0.976, 
AGFI = 0.952. Goodness of fit indices suggested one factor model fit the data quite well 
(Criteria ofgood fit: x^ /df < 2; GFI > 0.90; RMSEA < .08). Thus, one factor model for 
power distance was adopted. Cronbach's alpha reliabilities for power distance was .632. 
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Table 2: Factor Analysis of the Power Distance Items 





5.我會感到不自然如果我的上司對待我有如他的平輩一樣 - 4 5 3 
� 6.對於對上司的決定提出)麋疑，我不會感到爲難 -.324— 
7.我較喜歡與上司的關係保持於工事上的關係 .360 
8.要反對我的上司或與他爭論等都會令我感到很爲難 . 5 2 1 
9.我通常會讓會議主席發表大部分言論，除非我有很強的論點， * 
否則我不會發言 
10.我會隨意與上司展開談話，而不會等待他來與我說話 - . 5 2 2 
% of variance accounted 15.43 
Note: Extraction Method: Unweighted Least Squares 
Rotation Method: Oblimin with Kaiser Normalization 




Mean Scores of Willingness to Participate for Different Contents and Methods 
The willingness to participate across the 32 different combination of methods was 
aggregated to give 10 separate scores of willingness to participate. They were department-
goal-setting, company-strategic-planning, direct method, indirect method, individual 
method, group method, public expression, private expression, oral expression, and written 
expression, (see Table 3). 
Table 3 
The Means and Standard Deviations of the Willingness to Participate 
for Different Participation Content / Methods 
Participation Content / Mean SD 
Methods 
Department-goal-setting 3.24 .52 
Company-strategic-planning 3.19 .54 
Lidividual method 3.17 .65 
Group method 3.31 .54 
Public expression 3.33 .58 
Private expression 3.09 .66 
Oral expression 3.36 .55 
Written expression 3.07 .59 
Direct method 3.19 .51 
Ladirect method 3 ^ M 
Note: n = 215 
Correlations between the Willingness to Participate, Self-construals, and Power 
Distance 
Pearson correlation coefficients were computed to test the association between 
Willingness to Participate, Self-construals and Power Distance. The results are reported 
in the Table 4. The Willingness to Participate across all different contents and methods 
was positively correlated with the Lidependent Self (H)S) but negatively correlated with 
the Power Distance (PD). All the relationships between JDS and Willingness to 
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Participate for different contents / methods were significant, but PD was only 
significantly correlated with the Willingness to Participate for Department-goal-setting, 
Company-strategic-planning, Group method, Public Expression, Oral Expression, and 
Direct Method. The Interdependent Self (ITS) was found to have no significant 
relationship with the Willingness to Participate. 
Table 4 
Correlations between Willingness to Participate, 
Self-construals, and Power Distance 
Participation 
Contents / Methods p D I D S I T S 
Department-goal-setting -.2.3** .267** ^ 
Company-strategic-planning -.258** .290** .077 
Individualmethod ^ .186** ^ 1 5 
Group method -.168* .274** ^ 
Public expression -.285** .342** ^ 
Private expression -.122 .147* .066 
Oral expression -.315** .289** ^ 
Written expression 7 u S .227** ^ 
Direct method -.336** .309** ^ 
Indirect method ^ ^ m .226** ^ 0 ^ 
Sum ofWillingness to Participate -.244** .295** ^ 0 ^ 
across different methods 
” N o t e : n = 2 1 5 , * p < . 0 5，* * p < . 0 1 
IDS = Independent Self, ITS = Interdependent Self, PD = Power Distance 
Predictive Power of Self-construal and Power Distance on Willingness to Participate 
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H1, H2, H3 focused on the influence of self-construal and power distance on 
willingness to participate. To determine the total variance accounted for by EDS, ITS and 
PD, they were entered in a multiple regression equation with the Willingness to 
Participate for different contents / methods as the dependent variable (see Table 5). As 
hypothesized, the EDS predicted a positive willingness to participate across different 
contents and methods whereas the PD predicted a negative willingness to participate 
across different contents and mehtods. However, the results of ITS did not give support 
to the hypothesis that ITS would predict a positive willingness to participate on group 




Willingness to Participate for Different Contents / Methods 
Regressed on Self-construals and Power Distance 
Participation 
Contents / F Rsq P Beta Beta Beta 
Methods p D I D S I T S 
Department- 7.236 !o93 <.001 -.150* .241*** 7oM 
goal-setting n.s. 
Company- 9.815 l n <.001 -.202** .246*** 3 1 2 
strategic- n.s. 
planning 
Individual 3.238 .044 <.03 -.090 .178** -.049 
method n.s. n.s. 
Group method 6.818 ! ^ <.001 -.112 .260*** -.044 
n.s. n.s. 
Public 13.959 ]^66~~~‘ <.001 -.219*** .309*** 7 m 
expression n.s. 
Private 2.198 ^ 5 ^ T55I 1 ^ ^ 
expression n.s. n.s. n.s. n.s. 
Oral 12.393 1 3 <.001 -.263*** .238*** 7 o ^ 
expression n.s. 
Written 4.168 ^ ^ “ <.01 -.069 .212** 1 ! ^ 
expression n.s. n.s. 
Direct 14.381 T l <.001 -.278*** .237*** !o26 
method n.s. 
Indirect 4.441 ^ <.005 -.075 .225** -.061 
method n.s. n.s. 
Sum of 9.588 A2 <.001 -.187** .258*** -.024 
Willingness to n.s. 
Participate 
Note: n=215, n.s = not significant, */?< .05，** p < .01 , ***;? < .001 
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Department-goal-setting versus Company-strategic-planning: 
For the Department-goal-setting, the regression was significant F(3, 211) 二 7.236, 
p<.001, Rsq == .09. The beta ofPD 二 -.150, p<.02; and beta ofE)S = .241，p<.001; 
whereas the beta ofITS was found non-significant (beta = -.034, p >.05). For the 
Company-strategic-planning, the regression was significant F(3, 211) = 9.815, p<.001, 
Rsq 二 .12. The beta ofPD = -.202, p<.001; and beta ofEDS = .246，p<.001; whereas the 
beta oflTS was found non-significant (beta = -.012, p >.05). 
Direct Method versus Lidirect Method 
For the Direct Method, the regression was significant F(3, 211) = 14.381, p<.001, 
Rsq = .17. The beta ofPD 二 -.278，p<.001; and beta ofE)S = .237, p<.001; whereas the 
beta oflTS was found non-significant (beta = -.026，p >.05). For the Lidirect Method, the 
regression was significant F(3, 211) 二 4.441,p<.00, Rsq 二 .06. The beta ofE)S = .225, 
p<.001; whereas, the beta ofPD (beta = -.075，p >.05) and the beta oflTS were found 
non-significant (beta = -.061, p >.05). 
Lidividual Method versus Group Method 
For the Lidividual Method, the regression was significant F(3, 211) 二 3.238, p<.02, 
Rsq = .04. Only the beta ofEDS was found significant beta = .178，p< .01; whereas the 
beta ofPD (beta = -.09，p >05) and the beta ofITS were found non-significant (beta 二 -
.049，p >.05). For the Group Method, the regression was significant F(3, 211) = 6.818, 
p<.001, Rsq = .08. The beta ofEDS = .260, p< .001; whereas the beta ofPD (beta = -.112, 
p >.05) and the beta ofITS were found non-significant (beta = -.044, p >.05). 
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Public Expression versus Private Expression 
For the Public Expression, the regression was significant F(3, 211) 二 13.959, 
p<.001, Rsq = .16. The beta ofE)S 二 .309, p< .001; and the beta ofPD = -.219，p <.00; 
whereas the beta ofITS were found non-significant (beta 二 -.068，p >.05). For the Private 
Expression, the regression was non-significant F(3, 211) = 2.198, p>.05, Rsq = .03. The 
beta ofE)S = .120，p>.05, the beta ofPD = -.091，p >.05 and the beta oflTS were found 
non-significant (beta = .023，p >.05). 
Oral Expression versus Written Expression 
For the Oral Expression, the regression was significant F(3, 211) = 12.393, p<.001, 
Rsq = .15. The beta ofPD = -.263, p<.00; and beta ofE)S = .238，p<.00; whereas the beta 
oflTS was found non-significant (beta = -.039, p >.05). For the Written Expression, the 
regression was significant F(3, 211) = 4.168，p<.01, Rsq = .056. The beta ofK)S = .212, 
p<.00; whereas the beta ofPD (beta = -.069, p >.05) and the beta oflTS were found non-
significant (beta = -.005，p >05). 
The Sum ofWillingness to Participate across Different Contents / Methods 
This regression was significant F(3, 211) = 9.588，p<.001, Rsq 二 .12. The 
Willingness to Participate was explained by PD (beta = -.187，p<.005); and ITS (beta 
=.258, p<.001); whereas the DDS was found non-significant (beta = -.024, p >05). 
t i sum, the JDS was found a highly significant predictor for Willingness to 
Participate across different contents/ methods except the Private Method. The PD was 
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found a significant predictor for Department-goal-setting, Company-strategic-planning, 
Direct Method, Public Expression, Oral Expression, and the Sum ofWillingness to 
Participate. The results are reported in Table 3. Of note is the non-significant beta ofITS 
for the Willingness to Participate across all contents / methods. This is to say that ITS is 
••； 
an irrelevant factor in explaining Willingness to Participate. 
Interaction Effects between Self-construal, Power Distance and Willingness to 
Participate for Different Methods 
H5, H6, H7, H8, H9 were focused on the interaction effects between self-
constmals, power distance and willingness to participate across different methods. To 
explore these interaction effects, a MANOVA analysis was carried out. 
Self-construals were divided into four groups for analysis. It was created by 
splitting the scores of independent self-construal (E)S) and interdependent self-construal 
(ITS) at the median to produce 4 groups. The 4 groups were High-EDS-High-ITS (n = 68)， 
Low-E)S-Low-ITS (n 二 50)，Low-ITS-High-EDS (n = 49), and High-ITS-Low-E)S (n = 
48) groups. Likewise, the power distance PD distribution was split at its median, in order 
to create a High-PD group (n 二 98) and a Low-PD group (n 二 117). 
A 2 X 4 X 2 (Willingness to participate for different methods x Self-construals x 
Power Distance) MANOVA was carried out separately on each of the following factors 
(direct vs indirect; public vs private; oral vs written). The willingness to participate was 
40 
Employee Participation 
entered as within-subjects factor whereas the self-construals and power distance were 
entered as between-subjects factors. 
Direct Method versus Indirect Mehod: 
H5 predicted that ITS would prefer to participate through indirect method to direct 
methodd whereas H6 expected that EDS would prefer to participate through direct method 
to indirect method. Results of the study suggested that ITS did not have a significant 
relationship with the willingness to participate for indirect method. And although the 
willingness to participate for direct method was higher than indirect method for the E)S, 
the preferences of the two methods was not significantly different. Multivariate tests of 
significance on the within-subjects factor showed a non-significant effect ofWillingness 
to Participate on this factor. The mean for willingness to participate through Direct 
Method was 3.24, SD=.51，whereas the mean for willingness to participate through 
fedirect Method was 3.19，SD=61: Wilks' Lambda 二 .989，F= 2.300, df= 1，207，p> .05. 
It means the willingness to participate through direct and indirect methods was not 
significantly different. 
The main effects of the between-subjects factors (Self-construals and Power 
distance) were highly significant for Self-construals, F(3, 207)=6.487, p< .00，and 
significant for PD, F(1, 207)=4.629, p< .03. For the significant between-subjects effects 
of Self-construals, the means ofWillingness to Participate for different methods were 
highest for the High-ITS-High-DDS group, second for the High-EDS-Low-ITS group, third 
for the High-ITS-Low-E)S group, and the lowest for the Low-ITS-Low-EDS group. For 
the significant between-subjects effects ofPower Distance, the means ofWillingness to 
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Participate of the Low-PD group were higher than the means ofthe High-PD group (see 
Table 6). 
Table 6 
Means of willingness to participate on Direct and Indirect Methods 
as a function of Self-construals and of Power Distance 
Self-construals Power Distance 
Participation Low-ITS- High-ITS- Low-ITS- High-ITS- Low-PD H i g h - P D “ 
Contents / Low-IDS Low-IDS High-IDS High-IDS 
Methods 0^=50) (N=48) (N=49) (N=68) (N=117) (N=98) 
Direct 3^ 3A0 332 3 ^ 32S 3 ^ 
method 
Indirect 1 ^ 3m ^ 2 7 334 ^ 3A9 
method 
Note:n = 215 
Results showed no significant interaction effect ofWillingness to Participate for 
different methods x Self-construals (Wilks' Lambda 二 .999，F= .046，df= 3，207，p 
> .05); but highly significant for Willingness to Participate x Power Distance (Wilks' 
Lambda = .969, F= 6.644，df = 1，207，p < .01). The Low-PD group has no preference 
towards the Direct method or Lidirect method, but the High-PD group preferred the 
Lidirect method to the Direct method (see Figure 1). The 3-way interaction effect of 
Willingness to Participate x Self-construals x Power Distance was not significant (Wilks' 
Lambda = .994，F= .430，df= 3，207, p > .05). 
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Figure 1: Interaction effect of 
Direct vs Indirect x PD 
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Participation Methods 
Public Expression versus Private Expression: 
H7 posited that the ITS would predict a higher willingness to participate through private 
expression than public expression and H8 predicted the opposite preference for the JDS. 
Results provided support for H8 but not H7 that the public expression was preferred by 
the groups with high EDS but the private expression was not preferred by the high ITS 
groups. Multivariate tests of significance on the within-subjects factor showed a 
significant effect ofWillingness to Participate on this factor: Wilks' Lambda = 911, F= 
20.241，df=l, 207，p< .00. The mean for willingness to participate through Public 
Expression (3.33, SD=.58) was higher than the mean for willingness to participate 
through Private Expression (3.09，SD=.66). 
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The main effects of the between-subjects factors (Self-construals and Power 
distance) was highly significant for Self-construals, F(3, 207)=6.479, p< .00, and 
significant for PD, F(1, 207)=4.635, p< .03. For the significant between-subjects effects 
of Self-construals, the means ofWillingness to Participate were highest for the High-ITS-
High-D3S group, second for the High-E)S-Low-ITS group, third for the High-ITS-Low-
EDS group, and the lowest for the Low-ITS-Low-K)S group. For the significant between-
subjects effects ofPower Distance, the means ofWillingness to Participate of the Low-
PD group were higher than the means of the High-PD group (see table 7). 
Table 7 
Means of willingness to participate on Public and Private Expression 
as a function of Self-construals and of Power Distance 
Self-construals Power Distance 
Participation Low-ITS- High-ITS- Low-ITS- High-ITS- Low-PD H i g h - P D “ 
Contents / Low-IDS Low-IDS High-IDS High-IDS 
Methods (N=50) (N=48) (N=49) (N=68) (N=117) (N=98) 
Public 3^ 3A9 JJl 3^ 3Al JJl 
expression 




Results showed that the interaction effect ofWillingness to Participate x Self-
construals was not significant :Wilks' Lambda 二 .968，F= 2.313, d f = 3，207, p > .05); 
and not significant for Willingness to Participate x Power Distance: Wilks' Lambda 
二 .994，F= 1,292，df= 1, 207, p> .05. The 3-way interaction effect ofWillingness to 
Participate x Self-construals x Power Distance was not significant (Wilks' Lambda 
=.992，F=526, d f = 3, 207, p > .05). 
Oral Expression versus Written Expression: 
H9 proposed that high PD would predict a higher willingness to participate 
through written expression rather than oral expression. Results showed that oral 
expression yielded higher willingness to participate. The hypothesis was not supported. 
Multivariate tests of significance on the within-subjects factor showed a significant effect 
ofWillingness to Participate on this factor: Wilks' Lambda = .800，F= 51.605, df = 1， 
207, p< .00. The mean ofwillingness to participate in Oral Expression (3.36，SD=.55) 
was higher than the mean ofwillingness to participate in Written Expression (3.07, 
SD=59). 
The main effects of the between-subjects factors (Self-construals and Power 
distance) were highly significant for Self-construals, F(3, 207)=6.491, p< .00，and 
significant for PD, F(1, 207)=4.651, p< .03. For the significant between-subjects effects 
of Self-construals, the means ofWillingness to Participate were highest for the High-ITS-
High-K)S group, second for the High-EDS-Low-ITS group, third for the High-ITS-Low-
EDS group, and the lowest for the Low-ITS-Low-E)S group. For the significant between-
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subjects effects ofPower Distance, the means ofWillingness to Participate of the Low-
PD group was higher than the means of the High-PD group (see table 8). 
Table 8 
Means of willingness to participate on Oral and Written Expression 
as a function of Self-construals and of Power Distance 
Self-construals Power Distance 
Participation Low-ITS- High-ITS- Low-ITS- High-ITS- Low-PD H i g h - P D “ 
Contents / Low-IDS Low-IDS High-IDS High-IDS 
Methods (N=50) (N=48) (N=49) (N=68) (N=117) 0^=98) 
Oral 3A5 . 3.23 3^ 3A9 3A3 324 
expression 
Written 2^ 2 ^ 3A2 325 3 ^ 0 3^00 
expression 
~~Note :n = 215 ‘ 
Results showed no significant interaction effect ofWillingness to Participate x 
Self-construals (Wilks' Lambda 二 .995，F= .339, d f = 3, 207，p > .05); and Willingness to 
Participate x Power Distance (Wilks' Lambda 二 .996, F= .910, d f= 1, 207，p > .05). The 
3-way interaction effect ofWillingness to Participate x Self-construals x Power Distance 
was not significant (Wilks' Lambda 二 .9%, F= .711，df= 3，207，p > .05). 
A 2 X 2 X 2 X 2 X 2 (department decision making/ company strategic planning X 
direct / indirect X individual / group X public / private X oral / written) repeated 
measures (MANOVA) of subjects' willingness to participate over different methods was 
carried out to explore if there is interaction effects between the different methods. Results 
showed all the interactions between the different methods was not significant at .01 level. 
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In sum, all the main effects of within-subject factors were significant but the 
Direct versus Lidirect Methods. For the significant between-subjects effects ofPower 
Distance, the means ofWillingness to Participate of the Low-PD group were consistently 
higher than the means of the High-PD group across different methods. For the significant 
between-subjects effects of Self-construals, the means ofWillingness to Participate were 
consistently highest for the High-ITS-High-EDS group, second for the High-DDS-Low-ITS 
group, third for the High-ITS-Low-DDS group, and the lowest for the Low-ITS-Low-E)S 
group. However, the results of the regression analysis indicated that only the K)S was 
found a significant predictor for Willingness to Participate across different contents/ 
methods except the Private Method whereas the ITS was found a non-significant 
regressor for the Willingness to Participate for all contents / methods. It suggested that 
the significant main effects of Self-construals on Willingness to Participate of all 
contents / methods were primarily a function of E)S but not ITS. 
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Test of the Mediating Effect of Perception of Access Level by Power Distance on 
Willingness to Participate 
H4 hypothesised that perception of lower access level will mediate the influence 
of power distance on willingness to participate. This hypothesis was tested on two levels 
of content which were department-goal-setting and company-strategic-planning in the 
study. Based on the method suggested by Baron & Kenny (1986), to test if a variable B is 
a mediator in predicting C by A, it must prove that (1.) A is a significant regressor 
variable of C; (2.) A is a significant regressor variable of B; (3.) B is a significant 
regressor variable of C; (4.) After entering B as the first factor and A as the second factor 
into the regression equation, beta for B must be significant. Then, if beta for A is not 
significant, that means relationship between A and C is completely mediated by B; 
whereas if the beta for A is also significant, that means relationship between A and C is 
partly mediated by B. The regression model found that the effect ofPD on willingness to 
Participate is partially mediated by perception of access level. 
Company-strategic-planning 
In the study, regression analysis found that: (1) PD was a significant predictor of 
willingness to participate: F(1, 213) 二 15.205，p<.001, Rsq = .067，beta = -.258; (2) PD 
was a significant predictor of the perception of access level : F(1, 213) = 6.796，p<.01, 
Rsq= .029, beta 二 -.172; (3) perception of the access level was a significant predictor of 
willingness to participate: F(1, 213) = 24.121, p<.001, Rsq = .102, beta 二 .319. (4) The 
final regression model for willingness to participate yielded both regressor variables 
power distance and perception of access level, which explained 14.5% of the total 
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variance, F(2, 212) 二 17.985，p<.001. The first factor to enter the equation was 
perception of access level (beta = .284, p<.001), whereas the second factor to enter the 
equation was power distance (beta = -.211, p<.01). According to Baron & Kenny (1986), 
as the second entered variable was significant after entering the first variable, it can be 
concluded that the effect of PD on Willingness to participate was partially mediated by 
Perception of Access Level for Company-strategic-plarming (see Table 9 and Figure 2). 
Table 9 
Regression Analysis ofthe Mediating Effect of Perception ofAccess Level on 
Willingness to Participate by Power Distance 
Participation Contents : 
Company-strategic-planning p R s q P B e t a 
DV: Willingness to Participate 15.205 ~ ^ <.001 -.258** 
Predictor: PD 
DV: Perception of Access Level 6.797 ^ < ^ -.172* 
Predictor: PD 
DV: Willngness to Participate 24.121 1 ^ <.001 .319** 
Predictor: Perception of Access Level 
DV: Willngness to Participate 17.985 ^45 <.001 
Predictor: 
1. Perception of Access Level .284** 
2. PD -.211** 
^ N o t e : n = 215, *=p< .01，**=p< .001 “ 
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Figure 2: Mediation Analysis for Company-strategic-planning 
(Perception of Access Level) ^ ^ = ^ < ^ ^ ^ ^ ^ ^ 
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Department-goal-setting 
ln the study, regression analysis found that: (1) PD was a significant predictor of 
willingness to participate: F(1, 213) = 9.175，p<.005, Rsq = .041，beta 二 -.203; (2) PD 
was a significant predictor of the perception of access level : F(1, 213) = 12.806, p<.01, 
Rsq= .057，beta = -.239; (3) perception of the access level was a significant predictor of 
willingness to participate: F(1, 213) = 14.209，p<.001, Rsq 二 .063，beta = .251. (4) The 
final regression model for willingness to participate yielded both regressor variables 
power distance and perception of access level, which explained 8.3% of the total 
variance, F(2, 212) = 9.586, p<.001. The first factor to enter the equation was perception 
of access level (beta 二 .215，p<.005), whereas the second factor to enter the equation was 
power distance (beta = -.147，p>.01). According to Baron & Kenny (1986), as the second 
entered variable was not significant after entering the first variable, it can be concluded 
that the effect ofPD on Willingness to participate was completely mediated by Perception 




Regression Analysis ofthe Mediating Effect of Perception of Access Level on 
Willingness to Participate by Power Distance 
Participation Contents : 
Department-goal-setting jr Rsq P Beta 
DV: Willingness to Participate 9.175 H I “ <.005 -.203* 
Predictor: PD 
DV: Perception ofAccess Level 12.806 ^ <.001 -.239** 
Predictor: PD 
DV: Willngness to Participate 14.209 ^ <.001 .251** 
Predictor: Perception of Access Level 
DV: Wilhigness to Participate 9.586 ^ <001 
Predictor: 
3. Perception of Access Level .215 * 
4. PD -.147 (n.s.) 
~~Note: n = 215, n.s. = not significant, *= p < .005 , **= p < .001 
Figure 3: Mediation Analysis for Department-goal-setting 
CPower Distance J ^ Perception of j ^ Willingness to ) 
>y x A c c e s s Level y^ \ ^ Participate 夕 
Li sum, both of the mediation analyses of Department-goal-setting and Company-
strategic-planning revealed mediation effects of perception of access level on willingness 
to participate by power distance. It was, therefore, concluded that perception of level of 
access was a mediator that accounted for the relationship between the influence of power 
distance and willingness to participate. It should be noted that, however, the mediation 
effect of perception of access level varied with different contents of participation issues. 
Specifically, it was found to be a partial mediator on Company-strategic-planning but a 
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perfect mediator on Department-goal-setting. According to Baron and Kenny (1986), in a 
perfect mediation model, if the mediator (perception of access level) is controlled, the 
predictor (PD) will have no effect on the varible (willingness to participate); whereas in a 
partial mediation model, even if the mediator is controlled, the predictor will still have 
impact on the variable. This is to say that if the perception of access level is controlled, 
PD will still have influence on willingness to participate for Company-strategic-planning 




The objective of this study was to test whether the constructs of self-construals 
and power distance would be useful in predicting and understanding Hong Kong 
employees' preferences towards different participation methods. The findings of this 
study gave support to the hypotheses that: (a) The strength of independent self-construal 
(E)S) was positively correlated with willingness to participate across different contents 
and methods (b) The JDS had a higher preference for direct method than indirect method 
and public expression than private expression (c) The power distance was correlated 
negatively with willingness to participate across different methods (d) The perception of 
level of access mediated the influence of power distance on willingness to participate. 
Specifically, the perception of access level was found a partial mediator by PD in 
predicting willingness to participate for company-strategic-planning whereas for 
department-goal-setting, the perception of access level was found a perfect mediator. 
Nevertheless, the hypotheses related to the ITS were not supported by the findings since 
the interdependent self-construal was found a non-significant predictor for all kinds of 
participation preference. The preferences ofhigh power distance individuals to participate 
through written to oral expression was also not found. The remainder of this section will 
discuss these findings, and note their implications for implementing employee 
participation programs in Hong Kong. 
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SELF-CONSTRUALS, POWER DISTANCE AND WILLINGNESS TO 
PARTICIPATE 
Independent Self-construal and Willingness to Participate 
Consistent with the hypothesis that the strength of independent self-construal was 
positively correlated with willingness to participate across different methods. It may due 
to the independent self-construal's concem of self-expression and personal achievement. 
This contention is consistent with an affective explanation of the dynamics underlying the 
employee participation process. Several approaches have been used to explain the 
dynamics underlying the employee participation process. Miller and Monge (1986) placed 
research concerning employee participation in oraganizational decision making into 
cognitive, contingency, and affective categories. Cognitive models propose that 
participation improves the flow and use of information in organizational settings. As a 
result, workers become more knowledgeable and, therefore, can more effectively be used 
in decision-making processes. Contingency models suggest that participation in decision 
making will affect the satisfaction and productivity of individuals, but specific outcomes 
are a function of the nature of the people and situations involved. However, on the basis 
of a meta-analysis of 47 studies, Miller and Monge (1986) concluded that an affective 
explanation is most compelling. An affective model is based on the assumption that 
participants of participation program are better able to satisfy higher order needs, such as 
self-expression and independence, through greater participation in organizational decision 
making. This probably occurs because employee participation program substantively 
changes the nature of work by providing individuals with greater task variety, more 
autonomy, and increased interaction with others (Raphaeli, 1985). According to this 
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model, the decision to participate is influenced by the individual's perceptions of the 
outcomes associated with participation program. More specifically, an affective 
explanation ofthe employee participation process suggests that individuals who want to 
satisfy higher order needs through their work are more likely to participate than are their 
counterparts who do not have such interests. Therefore, individual with a stronger 
independent self-construal should have stronger needs for self-expression, independence， 
and personal achievement which contribute to a stronger desire to participate in employee 
empowerment program. Such explanation is consistent with a recent empirical finding. 
Miller and Pritchard (1992) found that "workers' interests in employee involvement tend 
to reflect a search for self-expression and personal achievement" (p.426). 
Interdependent Self-construal and Willingness to Participate 
Li the study, one puzzling finding was that the interdependent self-construal did 
not predict individuals' willingness to participate. It may due to the fact that the 
individuals were focus on the independent self-construal rather than the interdependent 
self-construal in making decision to participate. Past research has found that despite 
individuals with strong interdependent self-construals, there are situations they may focus 
on their independence rather than interdependence. Triandis (1995) found that during an 
out-group situation, most individuals, but especially members from collectivistic cutlures, 
would focus on their independence. 
The independent self-constmal and interdependent self-constmal are two 
orthogonal dimensions of self proved to be existing within each individual regardless of 
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her or his cultural identity (Gudykunst et al., 1996; Singelis, 1994). For example, Singelis 
(1994) developed the Self-Construal Scale to measure the strength of independent and 
interdependent selves separately. He found that these two dimensions are quite distinct 
and vary both within and between ethnic groups in Hawai'i. Singelis (1994) concluded 
that at the individual level, people have independent and interdependent self-images of 
varying strength but that cultures emphasize the development of one or the other of these 
dimensions. 
Gudykunst et al. (1996) suggested that self-construal is situational (Gudykunst et 
al., 1996). That means all individuals have both independent and interdependent self-
construals and the situation will influence which self-construal is most salient. For 
example, during a family gathering, most individuals feel interwined and connected to 
other family members (assuming positive relations). Li this situation, differences in 
behavior would likely be associated with interdependence. On the other hand, working in 
a study group may induce feelings of uniqueness because of the individual concerns with 
grades and achievement. Li this situation, differences in behavior would likely be 
associated with independence. Thus, in different situations, an individual may activate 
either an independent or interdependent self-construal (or possibly both) and 
consequently be concerned with a different view ofbehavioral interest. 
It is suggested that the self-construals are distinct dimensions with the 
independent self-construal being associated with task outcome and the interdependent 
self-construal being associated with relational outcome (Markus & Kitayama, 1991; 
Singelis, 1994; Oetzel & Bolton-Oetzel, 1997). Li relation to employee participation, 
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participation is more task-oriented in nature. Empowerment has been defined as a 
motivational construct (Conger & Kanungo, 1988; Spreitzer, 1995，1996; Zimmerman, 
1990)，which comprises individual cognitions and perceptions that constitute feelings of 
behavioral and psychological investment in work. As such, it describes “people's belief in 
their capabilities to mobilize the motivation, cognitive resources, and courses of action 
needed to exercise control over given events" (Ozer & Bandura, 1990, p. 472), and it 
related to a belief in self-efficacy and an expectation that effort will lead to performance. 
This contention is consistent with the affective explanation of the dynamics underlying 
the employee involvement process, which suggests that the opportunity to satisfy higher 
order needs of personal achievement and self-expression through participation is an 
important factor influencing the individual's decision to participate (Miller & Monge, 
1986). Consequently, willingness to participate is based, at least in part, on the 
individual's perceived outcomes associated with participation program. And the 
outcomes of employee participation are more task-oriented rather than relation-oriented, 
such as personal achievement and self-expression. Thus, it is possible that in deciding to 
participate, only the individual's independent self-construals is activated. Therefore, the 
interdependent self-construal was found an irrelevant variable in explaining individuals' 
willingness to participate. 
Power Distance and Willingness to Participate 
As hypothesised, the strength of power distance was correlated negatively with 
willingness to participate and high power distance mediated a perception of lower access 
level and caused a decrease in willingness to participate. These results provide good 
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support for the construct. That individuals with high power distance tends to prefer 
autocratic leadership. They are more likely to be conforming and respectful, ifnot 
submissive, to those with higher status. Therefore, employees with high power distance 
tend to adhere to organizational hierarchy, and do not prefer to involve in participation. 
One interesting finding is that the perception of access level was found a mediator 
ofpower distance in predicting willingness to participate. High power distance was found 
to mediate a lower level of access and consequently less willing to participate. An 
individual with high power distance is likely to adhere to centralize decision making 
which leads to a perception oflower personal access to decision making and thus 
decreases his or her interest in employee participation. The opposite is also true for 
individuals with low power distance and subsequent effects on willingness to participate. 
This finding that perceived access level influences willingness to participate is 
consistent with the affective explanation (Miller & Monge, 1986) of the dynamics 
underlying the employee involvement process, which suggests that individual's decision 
to participate is based，at least in part, on the individual's perceived outcomes associated 
with participation. It is likely that individuals who perceive they have higher access level 
are more likely to satisfy higher order needs through participation program and thus 
increase the likelihood to participate than their counterparts with perceptions oflower 
access level who believe that their needs cannot be realised through participation. 
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This focus on the anticipated outcomes associated with a decision is consistent 
with an expectancy theory (Vroom, 1964) approach to decision making. The expectancy 
theory stresses the intentional nature ofhuman behavioral choices based, in part, on the 
perceived outcomes associated with those choices (Harel & Conen, 1982). Miller and 
Pritchard (1992) have written that: 
Within the context of expectancy theory, the impulse to participate would be associated 
with the expectation that participatory behavior would result in personal and perhaps 
organizational rewards. Thus it could be predicted that workers who epitomize the 
changing characteristics of the labor force would be inclined to participate because they 
expected to derive both intrinsic and extrinsic rewards such as opportunities to use and 
demonstrate underutilized knowledge and skills, gain the attention ofthose in a position 
to influence advancement, and be part of a process that would improve organizational 
functioning, (p.419) 
Therefore, a perception of lower access level may lead to a lower expectation of getting 
rewards through participation and contribute to a lower willingness to participate. 
It should be noted that, however, the mediation effect of perceived access level on 
willingness to participate was found to vary with different contents of issue. Ln the study, 
the influence of power distance on willingness to participate for company-strategic-
planning was partially mediated by perception of access level, but it was perfectly 
mediated on willingness to participate for department-goal-setting. It seems that the 
mediated effect of perceived access level by power distance on willingness to participate 
is situation specific. Compared to company-strategic-planning, department-goal-setting is 
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more directly related to the individual's work. Pershaps when the content ofthe 
participation issues related to aspects of work outside of employees' usualjobs, power 
distance may mediate more than one factor in influencing willingness to participate. 
Possibly, additional, unmeasured factors such as perceived leader's trust and perceived 
role-conflict would account for the influence on the relationship between power distance 
and willingness to participate. Future research is needed to explore the varied influence of 
power distance across different contents of participation issue. 
EMPLOYEES' PREFERENCES TOWARDS DIFFERENT PARTICIPATION 
METHODS 
Independent Self-construal and Methods of Participation 
Since distinct results did not emerge for the interdependent self, the implications 
of the findings related to self-construals will be focused predominantly on the 
independent self. Ln the study, participating in public and direct ways and expressing 
ideas orally yielded a greater willingness to participate for the independent self. These 
results are likely due to the fact that individuals with the independent self emphasised see 
themselves as separate and distinct form others and the context，and are concerned with 
outcome (Kim & Sharkey, 1995; Markus & Kitayama, 1991). When working in groups, 
individuals with high independent self-construals want to focus energy on the task and 
"get down to business" (Markus & Kitayama，1991). This focus on self as a bounded, 
internally defmed unit separate from others make the independent self less susceptible to 
impact of others' evaluations and thus contribute to a high willingness to participate for 
public method. When communicating with others, they believe in "saying what you 
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mean," striving for goals, be direct and expressing themselves (Markus & Kitayama， 
1991). Clearly, these emphases on expressing the self, achieving one's own goals and 
being direct in communication contribute to preferences to expressing ideas publicly, 
orally and participating in direct way. 
In the study, no specific relationship between the independent self-construal and 
the willingness to participate for group method was expected. The higher willingness to 
participate for group method may be better explained by the cultural background of the 
employees. Hong Kong is expected to be a collective society where relationships are 
highly concerned. And Chinese were found to have a strong tendency to cooperate with 
others (Hofstede, 1980). Therefore, higher willingness to participate through group 
method instead of individual method was found in the study. 
Power distance and Methods of Participation 
Results of multivariate analysis showed that the high power distance group 
preferred to participating through indirect to direct methods whereas there was no specific 
preference for the low power distance group. Such results may due to the highly 
emphasized difference between subordinate-superior relationship of the individuals with 
high power distance (Hofstede, 1980). According to Hofstede, subordinates with high 
power distance tends to keep a formal relationship with their superiors. This emphasized 
authority makes the subordinates strongly avoid direct confrontation with their superiors. 
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Regarding the preferred channel of expression, it was hypothesised that high 
power distance would predict a preference to participate through formal channel to 
informal channel. Li the study, formal and informal channels were represented by written 
and oral expressions respectively. Results did not give support the hypothesis that, 
compared to oral expression, written expression yielded a lower willingness to participate 
for power distance. Nevertheless, regression analysis indicated that power distance was 
not significant in predicting willingness to participate for written expression but highly 
significant in predicting unwillingness to participate through oral expression. Thus, it is 
concluded that people with high power distance tend to avoid direct confrontation with 
their superiors, and contribute to unwillingness to participate through direct method and 
to express their ideas to their superiors orally. 
For the non-significant relationship between the preference of formal channel and 
power distance, it was probably due to the connections used in the study. Li the study, 
formal and informal channels were represented by written and oral expressions 
respectively. It is likely that the participants focused more on the aspect of directness in 
expression rather than the formality ofthe expression channels. Therefore, the 
relationship between formal channel and power distance was found non significant. 
Limitations and Implications for Future Research 
The findings of this study raise issues that need to be addressed in future research. 
Lidividual difference variables like independent self-construal and power distance were 
identified to be related to the individual's decision to participate and preference to 
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participation methods. This conclusion supports Raphaeli's (1985) claim that 
participation programs are more attractive to some employees than others. Although the 
identification of such variables has implications for the design and implementation of 
programs, future research needs to determine whether additional variables also influence 
the participation decision. This is especially true considering that the independent-self 
contrual and power distance together account for not more than a maximum of a fifth of 
the variance (ranged from 4% to 17%) in willingness to participate. Raphaeli (1985) 
suggested that variables such as the individual's work ethic, preferred leadership style, 
andjoy involvement could help explain why some groups respond more favourably to 
participation programs than others. Graham and Verma (1991) also proposed that 
personality variables need to be given greater consideration when examining employee 
involvement programs. Such issues need further exploration. 
Apart from the individual difference variables, an important element for studying 
employee participation is context. Barrick and Alexander (1987) suggested that future 
employee participation research needs to clarify whether program effectiveness is 
attributable to differences in organizations, the work setting, or the program 
implementation procedures. This contention is consistent with Spreitzer's (1996) 
suggestion that "work-unit level social structure may ultimately provide the most 
explanatory power understanding employee empowerment" (p.501). Social cognitive 
theory provides a useful framework for analysing employee participation. The theory 
emphasizes individual explanations, perceptions, and interpretations of work behavior 
and attitudes within a particular work environment or context (Shetzer，1993). It is 
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supported by the work ofThomas and Velthouse (1990) and Spreitzer (1995), who 
considers psychological empowerment a "set of cognitions shaped by a work 
environment" (p.l444). Social cognitive theory proposes triadic, interacting relationships 
among three sets offactors: individual (affective and cognitive), behavior (outcomes), 
and environment (for example, the social system or structure) (Bandura, 1986，1997). The 
relative salience or importance of a set of factor will “vary for different activities and 
under different circumstances" (Bandura, 1997, p.6). Therefore, future research is needed 
to explicate the different contexts and the interacting relationships between individuals, 
behaviors, and organizational characteristics in influencing individual's interest in 
employee participation. 
Moreover, future research is also needed to determine whether the individual 
difference variables that are reflected in the willingness to participate through different 
methods also influence program outcomes. For example, do individuals with strong 
independent self-construal participating through the preferred direct, individual and 
public way respond more favourably to employee involvement program than others? 
Through such efforts, the target group that is most responsive to participation can be more 
precisely defined. And, efforts to design, to promote, to implement, and to administer 
participation programs can be made more responsive to this important subgroup within 
the workforce. Such research should lead to a better understanding of the conditions that 
must be in place for the employee participation to be successfully applied as an 
orgainzational intervention strategy. 
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Implications for Practitioners 
The present study indicates that different forms of participation method are not 
equally attractive to all employees. Employees with high independent self-construal are 
more willing to participate with preferences to participate in individual, direct and public 
methods whereas employees with high power distance are unwilling to participate, 
particularly in direct and public ways, and expressing ideas orally. Orgainzations must 
recognize that given the dynamics underlying the participation process suggested by this 
study not all employees will be interested in participation. Mividuals with high 
independent self-construal and low power distance who want to satisfy higher order needs 
through the performances of theirjobs are reasonable candidates for participation, 
whereas individuals with low independent self-construal and high power distance are less 
likely to get involved. 
Given that there appears to be not all employees are attracted to employee 
participation programs, the universal use of such interventions is probably a questionable 
practice. The decision to implement participation programs commonly reflects 
consideration of factors such as the organization's need for more effective decision 
making, compatibility between the demands of a more participatory culture and the 
existing values found in the organization, and the organization's ability to provide the 
training and support needed to make the process work. There is little evidence in the 
employee involvement literature indicating that individual difference variables 
descriptive of the workforce are given any consideration when deciding to implement the 
employee involvement process. This study suggests that participation program outcomes 
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may be affected by the characteristics of the individuals making up the workforce. This 
suggests that a contingency approach is warranted (Miller, 1989). Where the underlying 
dynamics ofthe employee involvement process match the needs and interests o fa 
substantial portion ofthe workforce, interest in the activity may be greater and the results 
more positive. When this match does not occur, program outcomes may be more 
disappointing. 
The fact that not the whole workforce is likely to be interested in participation 
program certainly does not mean that employee involvement programs should not be 
implemented. However, if participation programs are implemented, cautious selection of 
appropriate methods for different kinds of employees will help to eliminate the barriers to 
participation program. For example, as employees with high independent self-constmal 
are willing to participate despite different kinds of methods, whereas employees with high 
power distance strongly avoid participating in direct method and oral expression, 
organizations may better select the forms of participation methods that avoid the 
obstacles to participation and responsive to the preferences ofboth parties at the same 
time. 
Moreover, if participation programs are implemented, organizations should adopt 
more realistic expectations concerning the results. It may be necessary to lower 
expectations concerning overall high participation rate is a "good" participation rate. 
Given that not all employees are interested in participation program, it may be 
inappropriate to use employee participation rates as a measure of program success. 
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Alternatively, new measures of participation could be developed. For example, instead of 
relying on an overall rate, it may be more appropriate to use a measure that reflects the 
proportion of the target group getting involved. A program could be considered 
successful ifasubstantial portion of the target group participates even if a lower 
proportion of all eligible employees gets involved. 
The results of this study also provide some insights into the factors other than 
individual variables that influence the participation decision. Consistent with the 
expectency theory (Vroom, 1964)，perceived level of access contribute to willingness to 
participate. As expected, individuals perceived a higher level of access are more likely to 
participate. This suggests that intervention program that fosters the perception ofhigher 
access level could enhance worker interest in participation program and eliminate a 
barrier to participation. 
Conclusion 
ln. conclusion, the results of this study have serious implications for employee 
participation program design and implementation. The data indicate that participation 
program do not appear to be an organization intervention strategy appropriate for all 
situations. The nature of the workforce (its composition with respect to relevant 
individual variables) and perceptions of access level are factors can influence the interest 
in participation and, therefore, the number of employees willing to participate. This 
study's findings suggest that participation in employee involvement programs could be 
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greatest when involvement is attractive to the employees and barriers to participation are 
eliminated. 
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(完全沒有=1’很如2，^=3,知,很多二5 ) 
請細閱以下句子，並圈出最能反映你對每句句子的同意― 
1.我需要向上司求助時，我都會感到有點緊張 1 2 3 4 5 
2-我«^對待我的上司有如我的平輩一樣 1 2 3 4 5 
3.我從不會猶豫向我的上司報告問題或壞消息. . 1 2 3 4 5 
4.我不認爲對待我的上司要相比對待同事更爲尊 敬 1 2 3 4 5 
5.我會感到不自然如果我的上司對待我有如他的平輩一 樣 1 2 3 4 5 
6.對於對上司的決定提出‘麋疑，我不會感到爲 難 1 2 3 4 5 
7.我較»歡與上司的關係保持於工事上的關 係 1 2 3 4 5 
8.要反對我的上司或與他爭論等都會令我感到很爲 難 1 2 3 4 5 
9.我通常會讓會議主席發表大部分言論，除非我有很強的論點， 
否則我不會發言 1 2 3 4 5 
10.^#隨意與上司展開談話，而不會等{射也來與我說 話 1 2 3 4 5 
請按照以下之了點@出最能反^^每句子的同意程度 • 
1 2 3 4 5 
非常 不周意 装意見 •固意 非常同意 
不同意 
1 ) 雖 的 判 斷 應 基 於 我 的 鶴 。 1 2 3 4 5 
2)我首要的關注是能夠照顧自己。 1 2 3 4 5 
3)我個人身份對我是非常重要的。 1 2 3 4 5 
4 )在我作出重要^^^!? , ^#與其他人商議� 1 2 3 4 5 
5)我會與同辜商量一些與工作有關的事情。 I 2 3 4 5 -
6 )我寧願依賴自己也不細®^。 i 2 3 4 5 
7)_我會爲了我小組的利益而镜牲我自己的利益。 1 2 3 4 5 
8 )即使困^^’我也會留在我的小組。 1 2 3 4 5 
9 )我尊重我小—作的決定。 1 2 3 4 5 
10)如杲小組需要我，即使我在當中感到不瑜怯’ 1 2 3 4 5 
我仍會留描小组。 
1 1 ) 體 保 持 我 的 小 組 職 。 ^ 2 . 3 4 5 
1 2)^^重我小^^多^^的決定。 1 2 3 4 5 
13)若杲小组需要我，就算我不滿意他們， 1 2 3 4 5 
我也會留趙小組。 
1 4 )我 ^ ~ ^ 1_的和鮮{&^不同的人� i 2 3 4 5 
15)如杲我的價^！^與我的小蕴價値親有衝突’ 1 2 3 4 5 
雜 ^ ^ £ ^自己的價願。 
1 6 )我 @作時會違 ^統和習俗。 1 2 3 4 5 
1 了）我歸不 _ ^ ^。 � i 2 3 4 5 
18)我對我自己的行爲負*任。 1 2 3 4 5 
1 9 )因爲我對{&^個別情況1^^別考慮 ’ 1 2 3 4 5 
所以^^—率^^！：作。 
20)在做任_情前’與別人商量及聽取他們的 1 2 3 4 5 
意^_«8^?的。 
’ D 
21)在作出決定前’與好友商量及聽取其意見是 1 2 3 4 5 
重要的。 
22)對我來說，作爲一個行事獨立的人是重要的。 丨 2 3 4 5 
23)我的将來應由自己來決定。 1 2 3 - 5 
24)發生在我身上的事是我自己_〒爲。 1 2 3 4 5 
25)我與其{&^的_係比我的成就^»要。 1 2 3 4 5 
26)我享受作爲一個獨特及與別不同的人。 1 2 3 4 5 
27)我感到單獨地«^^出來嘉許或獎賞是自在的。1 • 2 3 4 5 
28)即使是不方便，我也會幫助我的同伴。 1 2 3 4 5 
29)當我的小^^作的決^^^誤時，我不會支持。1 2 3 4 5 一 
個人資料 ： 
糊 ： • 男 C K ^ : 
年齡：C]16-25 Cp6-35 D36-45 D46-55 • 56-65 Q66 ^ ^ ± 
教育：•小學 •中學 •預科 •大專 •大學^^义上. 
行業：•零售 •飮食 •貿易 口 ^ ^ 難 、 
o m m m 缝 事 業 口 其 他 _ 明 : ^ 
• : 口非 ^ ^人員口中層 ^ ^ ^員义—非經 ^ ^下屬） 
•高層《 § ^員 (《 ^至職下屬） 
薪金：n$0-$4999 ‘ n$5000-$9999 a$10000-$14999 
n$15000-$19999 n$20000-$24999 •$25000或以上 
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